Abstract
Introduction
Human resources are the most valuable and unique asset of an organization. Nowadays, the world has become a global village, so managing and developing different employees belonging to different cultures under one organization is a very dynamic and challenging task. The nature of the human resource is not similar in mental abilities, traditions, sentiments, and behavior. They are widely different from each other as an individual person and as a group of persons. It is very difficult to attract, develop, retain and satisfy all employees simultaneously for an organization to get a desirable outcome. It is, therefore, necessary for all human resources managers to understand and give due importance to the different human resource policies and activities in the organization (Mamoria & Gankar, 2002; ICFAI 2004) . Peter Drucker, who is credited with the first coining of the term 'Knowledge Workers' or 'Knowledge HR', observed in his book, Post Capital Society (1993) that we are entering in a knowledge society. Where the basic economic resource is no longer capital, natural resource or labor but is and will be knowledge workers who play a central role. He suggested that various classes of knowledge workers, of which high knowledge workers include professionals, such as doctors, teachers, and consultants, who deal mainly in the realm of the mind. While on the other hand, another class of knowledge workers is -the knowledge technicians who work with their hands and brains in the industries of IT, medical and other areas. In highly skilled intensive and knowledge-intensive industries like information technology industry, human resource plays a vital role. This industry needs highly skilled, talented and well-learned human resource.
Objectives of Present Study
The objectives of the present study," Item-Wise ANOVA Analysis of Human Resource Development Climate in Indian Information Technology Organisations" is as follows:
a) To observe and analyze the human resource development climate prevailing in the information technology industry. b) To analyze and compare the human resource development climate prevailing in the selected information technology organizations. c) To examine the human resource development climate in different Indian information organizations is similar or dissimilar.
Review of Literature
A survey of human resource development practices was conducted by Rao (1984) covering 53 different organizations in India. This survey indicates, by and large, a positive trend of using open appraisal system, improving the training function, making up organizational development activities and using employees counseling by an increasingly large number of companies. All in all, human resource development seems to be becoming a significant aspect of work and life in many organizations. Rao & Abraham (1991) studied the human resource development climate in the surveyed organizations and found it to be at an average level in India. Aileni (1995) examined the relationship between organizational climate and job satisfaction of the lower level managers in a public sector undertaking. The study reveals that the satisfied group gave top ranks to an interpersonal relationship, risktaking, and management of rewards. On the other side, the dissatisfied group gave top priority to supervision, communication, and decision-making. Jain & Singhal (1997) study took into account three human resource development mechanisms including management policy, potential appraisal and organizational development to study variances of human resource development climate on account of these mechanisms. The effect of personal factors on human resource development climate was found to be low but positive. Pillai (2000) makes an attempt to study the influence of the human resource development climate existing in banks on the learning orientation of the employees. The findings of the study show that about 57 percent of respondents perceive the learning, and development climate existing in banks as moderate. Pattanayak (2000) conducted a study on, the effect of shift-work and hierarchical position on satisfaction, commitment, stress and human resource development climate in a steel plant. The study calls for greater emphasis to be laid on human resource development interventions for improving organizational synergy. Tripathi & Nachiketa Tripathi (2002) studied the relationship between organizational climate and organizational success; which includes effectiveness, job satisfaction, organizational commitment and intention to quit. The results show that the climate is highly correlated with all components of effectiveness. Ganesan et al., (2002) , studied the 'Determinants of Employee Relations Climate in Public Sector Undertakings.' The study revealed that by improving factors like working conditions, level of supervision, communication and worker's participation etc. favorable climate can be achieved. Purang (2006) in a comparative study of Public, Private and Multinational organizations shows that the human resource development climate scores of the two private organizations and the MNC are significantly higher than the two PSUs. Majee (2006) study of Chittaranjan Locomotive Workshop finds a moderate level of HRD Climate with a lot of scope for improvement because HRD climate is the lifeblood of the organization. Mufeed (2006) highlights the need for a focus on key elements of human resource development in hospitals. Lim et al., (2006) study reveals that trainees' characteristics, instructional factors, and organizational climate are closely correlated with both the trainees perceived learning and learning transfer collectively. Srimannarayana (2007) attempted to assess the extent of human resource development climate in Dubai organizations, such as shipping, banking, tourism, trading, and food businesses. The results reveal the moderate level of general HRD climate in the organizations. Saraswathi (2010) study revealed that the three variables: General Climate, HRD Mechanisms and OCTAPACE culture (Openness, Confrontation, Trust, Autonomy, Pro-activity, Authenticity, Collaboration, and Experimentation) are better in software organizations compared to manufacturing organizations. (Kashi Singh & Abhijit Bhattacharya 2008) , conducted a study on, 'High-Performance Organisations: Relationship with Human Resource Policies and Practices,' to examine the relationship between organizational performance and human resource policies and practices. It is hypothesized that human resource policies and practices will have a positive relationship with organizational performance. A list of 300 companies is prepared. The data used in this study is collected from 49 organizations consisting of 18 public sectors and 31 private sectors. Pearson correlation and step-wise regression analysis are used to analyze the data. For measuring organizational performance and human resource policy, five-point Likert-scale scores ranging from 1 to 5 is used. Saraswathi (2010) study revealed that the three variables: General Climate, HRD Mechanisms and OCTAPACE culture (Openness, Confrontation, Trust, Autonomy, Pro-activity, Authenticity, Collaboration, and Experimentation) are better in software organizations compared to manufacturing organizations.
Research Method
In the present paper, organisation-wise ANOVA analysis of human resource development climate of information technology sector has been studied. Human resource development climate survey includes the ten different dimensions of the study. These ten different dimensions are -rigorous selection process, value-based induction, comprehensive training, team-based job design, working conditions/environment, employee-friendly work environment, development-oriented performance appraisal, compensation, career development and value-added incentives. These dimensions include -54 items in the questionnaire of human resource development climate survey. In this study five-point, Likert-scale has been used to evaluate the prevailing human resource development climate dimensions in information technology organizations.
Results and Analysis

Sample-Size of Selected Information Technology Organisations
The table 1 indicates that the sample size is different for different organizations. It ranged from 25 to 50. Out of total 13 information technology organizations, eight organizations are software, four are BPOs and one is hardware.
Item-Wise ANOVA Analysis of Different Information Technology Organisations
One-way ANOVA analysis has been used to analyze the item-wise mean differences among the means of different 13 information technology organizations. Human resource development climate survey includes the ten different dimensions of the study. These ten dimensions include -54 items in the questionnaire of human resource development climate survey. Item-wise ANOVA analysis of mean scores of various items in the human resource development climate survey shows that whether the item-wise mean scores among 13 organizations are significantly different from each other or not. If the calculated value of F statistic of an item is higher than the tabulated value at 1% or 5% level of significance, we can conclude that there are significant mean differences among 13 information technology organizations. Results of ANOVA analysis in table 2 show that all the item-mean scores of these organizations are significantly different from each other as the calculated values of F ratio are higher than tabulated values of F ratio. Thus, the null hypothesis of equal means of these organizations is rejected and we can conclude that human resource development climate varies from organization to organization.
Conclusion
Provide a statement that what is expected, as stated in the "Introduction" chapter can ultimately result in "Results and Discussion" chapter, so there is compatibility. Moreover, it can also be added the prospect of the development of research results and application prospects of further studies into the next (based on result and discussion). 
